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Abstract 
Knowledge and competence cultivation of the nation is based on the cultivation of knowledge and competences of University 
teachers. From this point of view, the paper deals with the key competences of University teachers, trying to identify 
competences in general, identify their importance in a case of teachers/scholars and suggest suitable methods for development of 
teachers’ crucial competences: teaching, professional and communication competence. Methodological part consists of 
presenting main results of our questionnaire survey realized at the Universities in Slovak Republic and Poland. Survey results 
point out relatively high level of teachers’motivation to quality education and objective assessment of students but a slightly 
lower motivation to increase the level of teacher’s own knowledge. Application part of the paper contains the suggested methods 
and techniques for developing teaching competence (e.g. coaching, mentoring, consulting and shadowing experienced 
educational authorities), professional competence (e.g. participation in the foreign academic and other internships and 
scholarships), and communication competence (e.g. keeping the so-called communication journal, removing communication 
imperfections and replacing them by more appropriate elements, training the communication skills, etc.). In conclusion, a neuro 
linguistic programming is also suggested as a suitable method of developing (especially young) teachers’ potential and 
competences. 
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1. Introduction 
“Lifelong learning systems which produce a high volume of high-skilled employees will be promoting high 
skills, high labour-productivity economies,” (Green, Preston & Janmaat, 2006, p. 160). All countries, that want to 
have an efficient economy, must invest in knowledge, skills and competencies of their members. What is important 
is that knowledge and competence cultivation of the nation’s culture is based on the cultivation of knowledge and 
competence of teachers, primarily teachers at Universities. Qualified and experienced workforce as well as scientific 
personnel is viewed as knowledge carriers. Knowledge held by human capital may be a decisive factor in creating, 
disseminating and implementing new ideas (Mempel-Sniezyk & Derlukiewicz, 2013, p. 25). „Universities have a 
crucial role to play in optimizing the way society is managed, in attaining the objective of ensuring major 
improvements in people’s lives,” (Vazquez, Aza & Lanero, 2014, p. 118). The majority of future managers entering 
the market in the coming months have little or no experience and basically rely on the knowledge acquired at 
University (Mainardes, Ferreira & Raposo, 2014, p. 51). 
It follows from the above that the entire performance of a University teacher and manager stem in application of 
many skills and competences. Quality/level of these competences is directly or indirectly evaluated in the 
assessment sheet (assessing performance of University teachers) by several partial assessment criteria. Subsequently 
they jointly complete the teacher’s desirable image/quality of the University. Building on above ideas, the article is 
intended to pay attention to the content and level of competence of University teachers. Based on the results of 
questionnaire survey conducted in Slovak and Polish Universities, we point out the minor problems associated with 
the motivation of teachers to quality education of students (teaching competence), teachers’ motivation to develop 
their own knowledge and skills (professional competence), and level conditions in the area of communication 
(communication competence). A positive finding is that teachers are willing to develop the core competencies of 
their personal-qualification profile; teachers (respondents in our survey) even provided a number of incentives 
applicable at Universities. Therefore, the creative part of the article will consider proposals applicable in the 
deliberate, systematically prepared and precise undertaken development of the core competencies of teachers. 
2. Competences at the Universities 
The theme of Universities function and making Universities more modern, quality, flexible, competent and 
attractive, is discussed and presented in scientific works (books, articles, invited lectures, etc.) of a great number of 
authors. For example, Algood (2001) deals with teaching innovations; Paul (2003) deals with a developing teachers; 
Hartley et al. (2011) deal with a learning development; Lueddeke (2008) deals with active connecting teaching and 
scholarship; Figurska (2010) deals with knowledge and knowledge management; Vazquez et al. (2014) deal with a 
responsibility of Universities; Doolittle & Camp (1999) deal with constructivism in Universities’ and teachers’ 
action; Scarella & Oxford (1992) deal with competences of teachers; Slavik et al. (2012) deal with an University 
quality through various processes and also with teachers’competences; etc. Just the viewpoint of teachers’ 
competences at the University condition is very interesting and provides wide range of possibilities for scientific 
effort... 
Competence (in terms of professional competence) is a summary of the key professional and personal 
skills/talents and behavioural patterns that an individual needs to have and demonstrate in order to successfully 
accomplish the defined professional goals and perform the relating professional tasks, duties, and responsibilities. 
“Competence is the ability to do something successfully or efficiently,” (Soanes & Stevenson, 2003, p. 353). In 
other words, competence is a set of knowledge, skills, experience, and qualities that supports the goal achievement. 
Competences are not only simple skills. These are the observable ways in which we achieve effective performance 
(Hronik, 2007, p. 61). “Competences, without any compromise, reveal differences between average and excellent 
individuals. ... They emphasise the intrinsic quality of a person, resulting from his/her development at any given 
time, more or less dependent on the outside world, and allows him/her to take a performance,”  (Kubes, Spillerova 
& Kurnicky, 2004, p. 9). Plaminek and Fiser have different view to defining the competence substance when 
relating competences to the performance and success. Success is measured by results achieved, and these ones are 
derived by competence of people. Individual’s competence is a summary of the required performance (i.e. human 
work) and bringing potential (i.e. human resources), (2005, p. 17).  
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“The key term concerning quality of the educational and research activities is competences of a teacher. 
Competences mean excellent abilities. Teacher obtains and develops them throughout his/her entire professional 
career, including the phase of preparatory as well as lifetime education. Competences serve as the basis for 
professional standard which should set the key competences for entering the profession. The professional standard 
affects the complex of professional competences where it represents their normative base. Competences are created 
during the professional career through experience as well as education. On the other hand, a professional standard 
represents the basic criteria for assessment of quality,” (Slavik et al., 2012, pp. 74–75). 
Competence standards are “an academic, medical or other standard applied by or on behalf of a higher education 
institution for the purpose of determining whether or not a person has a particular level of competence or ability,” 
(HMSO, 2005). This means the competences of individuals (i.e. University teachers and managers) can be seen as 
significant, dynamical element of the University’s performance and success. 
3. Methods 
The inspiration for our current survey (2014), which is the subject of this article, was the results of our previous 
questionnaire survey that we conducted in the academic year 2012/2013 on a sample of 395 students. The survey 
focused on the definition what key competences of the teachers consider students as the most important. The survey 
showed the students believe that the most important personality competences include: professionalism = expertise 
(cited by 192 students, i.e. 48.61% of respondents), justice = fairness (147 students, 37.22%) and communication 
skills (133 students, 33.67%), (Blaskova, Blasko, Jankal & Jankalova, 2014). 
On the basis of these results, in academic year 2013/2014 we decided to carry out the exploration also on a 
sample of University teachers, and focus it just to obtain information on the level of 3 following teachers’ 
competences: 1. Teaching competence; 2. Professional competence; 3. Communication competence. We have 
conducted a questionnaire-based survey at the universities in Slovak Republic and Poland and focused it to the 
understanding teachers’ motivation for developing their competences. 
3.1. Participants and characteristics of questionnaire survey 
Because the theme of teachers’competences in relation to their motivation and the questions dealt with these ones 
might be perceived by teachers as very sensitive, we have preferred to ask a lower number of respondents. Our goal 
has consisted in involving 100 respondents/teachers into the survey. Ultimately, 108 respondents (University 
teachers and managers) have participated in the survey. 58 of them were from Slovakia and 50 from Poland. In the 
light of our goals, this number of respondents could be considered as sufficient. There were 65 male (60.19%) and 
43 female (39.81%). In terms of occupation, 88 teachers (53 male and 35 female) and 20 managers (teachers in the 
managing positions, i.e. head of department, vice-dean, dean, etc.) took part in this action. From the managers, there 
were 12 male and 8 female. Average age of the respondents: ത = 44.73 years; average length of practice: ത = 20.17 
years; modus of qualification: PhD. 
The survey consisted of 15 questions, 12 of which were closed and 3 were open. These ones examined the 
degree/strength of teachers’ motivation to quality education and objective assessment of students (motivation to use 
and develop a teaching competence), motivation to increase the level of knowledge a teacher (motivation to use and 
develop a professional competence), level of created communication (presumptions for develop a communication 
competence), existence and frequency of worked out motivational programs, flexibility in the using motivators, etc. 
3.2. Results and discussion 
From the viewpoint of the University teachers’ mission, it is important to examine at what level (how strong) is 
the motivation of teachers to the most essential performance dimension of their work – to teaching and objective 
assessing students’ knowledge. Respondents were asked to indicate the strength of their motivation by 1 from 
offered 5 levels: 1 = low; 2 = rather lower; 3 = average; 4 = rather higher; 5 = high. It flows from Table 1 that 94 of 
responded University teachers and managers (up to 87%) marked their motivation to teaching competence as rather 
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higher or high but only 39 respondents (36.11%) marked this motivation on level “high”. Surprisingly, the results of 
women are slightly worse than the results of men (the average value of women’s motivation reached value 4.07 
while the average value of men was 4.23). 
     Table 1. Respondents’ expression on their motivation level to teaching and assessing students. 
            All               Male              Female 
Low [1] 2 3.08% - - 2 4.65% 
Rather lower [2] 3 2.78% 2 3.08% 1 2.33% 
Average [3] 9 8.33% 5 7.69% 4 9.30% 
Rather higher [4] 55 50.93% 34 52.31% 21 48.84% 
High [5] 39 36.11% 24 36.92% 15 34.88% 
Mean                      4.17 4.23 4.07 
Standard deviation 0.89 0.72 0.97 
Coefficient of variation 0.20 0.17 0.24 
Upper quartile 5.00 5.00 5.00 
Median                   4.00 4.00 4.00 
Lower quartile       4.00 4.00 4.00 
Interquartile range  1.00 1.00 1.00 
 
Allow teachers to be good educators and scientists, they have to constantly develop themselves and improve their 
knowledge. On the basis of this reason, we have decided to search also the strength of teachers’ motivation to their 
own knowledge and skills development. Table 2 shows this type of motivation (motivation to professional 
competence) has a somewhat weaker results compared to the (previous) teachers’ motivation, i.e. motivation to the 
education of students (4.02 vs. 4.17). However, this time the results were better for women: 37.21% of women 
marked the level of their motivation as „high“ (i.e. 5th motivational level) while this level marked only 26.15% 
of  men). 
     Table 2. Respondents’ expression on their motivation level to developing one’s own knowledge and skills. 
            All               Male              Female 
Low [1] 3 2.78% 1 1.54% 2 4.65% 
Rather lower [2] 3 2.78% 1 1.54% 2 4.65% 
Average [3] 16 14.81% 14 21.54% 2 4.65% 
Rather higher [4] 53 49.07% 32 49.23% 21 48.84% 
High [5] 33 30.56% 17 26.15% 16 37.21% 
Mean                      4.02 3.97 4.09 
Standard deviation 0.90 0.82 1.01 
Coefficient of variation 0.22 0.21 0.25 
Upper quartile 5.00 5.00 5.00 
Median                   4.00 4.00 4.00 
Lower quartile       4.00 3.50 4.00 
Interquartile range  1.00 1.50 1.00 
 
The success of any profession, carried out in the environment of people, is conditioned by communication skills 
(Styblo, 2008). Therefore we have focused attention in our survey on the obtaining knowledge on teachers’ 
satisfaction with the quality of communications at the department and University. Respondents were asked to state 
whether they consider communications from their superior for open and efficient. Respondents could choose from 
the following answers: yes (1), rather yes (2), sometimes (3), but rather (4), no (5). Table 3 shows that only 39 
(36.11%) of respondents considered communication for truly open and efficient. Totally up to 32 (26.86%) of 
respondents felt the communication open only sometimes, mostly not, or not at all. The results obtained indicate that 
communication is an area that needs some improvement. 
     Table 3. Respondents’ expression on openness and effectiveness of communication. 
            All               Male              Female 
Yes [1] 39 36.11% 24 36.92% 15 34.88% 
Rather yes [2] 40 37.04% 26 40.00% 14 32.56% 
Sometimes [3] 20 18.52% 10 15.38% 10 23.26% 
Rather no [4] 6 5.56% 3 4.62% 3 6.98% 
No [5] 3 2.78% 2 3.08% 1 2.33% 
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Mean                      2.02 1.97 2.09 
Standard deviation 1.01 0.99 1.03 
Coefficient of variation 0.50 0.50 0.49 
Upper quartile 3.00 2.00 3.00 
Median                   2.00 2.00 2.00 
Lower quartile       1.00 1.00 1.00 
Interquartile range  2.00 1.50 2.00 
 
We consider as useful to present the results on specific proposals of respondents for increasing the motivation at 
the University. The role of the respondents was (in the open question) to make recommendations or proposals the 
implementation of which would help increase the overall motivation of teachers. Gathered propositions with the 
highest frequency (2 and more) are presented in Table 4. Despite the fact this question was answered only through 
44 (40.74%) of respondents, obtained spectrum of proposals indicates the willingness of teachers to develop their 
motivation and complex effort – their basic competences. 
     Table 4. Respondents’ propositions for improving Universities conditions in the area of motivation. 
            All               Male              Female 
Higher financial rewards 18 16.67% 11 16.92% 7 16.28% 
Elimination of bureaucracy 8 7.41% 5 7.69% 3 6.98% 
Fairness of the superiors 6 5.56% 3 4.62% 3 6.98% 
Building good relationship 5 4.63% 3 4.62% 2 4.65% 
Development and training 4 3.70% 1 1.54% 3 6.98% 
Providing needed information 4 3.70% 1 1.54% 3 6.98% 
Change of budget rules 3 2.78% 1 1.54% 2 4.65% 
Improvement of work environs 3 2.78% 2 3.08% 1 2.33% 
New managerial approaches 3 2.78% 2 3.08% 1 2.33% 
Praise and moral recognition 3 2.78% 1 1.54% 2 4.65% 
Knowing success of graduates 2 1.85% 1 1.54% 1 2.33% 
Increase of managers’ skills 2 1.85% 1 1.54% 1 2.33% 
Senior principle in remuneration 2 1.85% 2 3.08% - - 
Recognition of results and qualities 2 1.85% - - 2 4.65% 
Career growth 2 1.85% - - 2 4.65% 
Respect and esteem 2 1.85% 2 3.08% - - 
 
In the current situation in Higher Education in Central Europe, it is natural that the highest frequency reached just 
the proposal consisted in increasing financial remuneration (Hitka, 2009). However, mentioned checklist indirectly 
points to a number of other problems that Universities are struggling and could be viewed as inspirational.  
4. Development of teaching competence 
Quality of the University teachers will depend on new ways of teaching and conditions for learning, new 
approaches to assessment, renewal of the curriculum defined in the terms of competences and education of 
University teachers to acquire necessary teaching qualities (Paul, 2003). Every teacher must continuously adjust to 
such changes – must take heed of quality of his/her teaching competence. 
The Universities demand an educational preparation, especially of the doctoral students and young University 
teachers (Vasutova, 2005). But also the teachers with extensive experience should maintain and improve their 
teaching skills. It is evident that with changes in other scientific disciplines (where the teacher must adjust the level 
of his specialised knowledge), the University education and its content and understanding change as well. 
Interesting is an idea “the developmental aspects of learning development are multi-faceted. They include how 
individuals learn; how context affects learning; how students’ social identity relates to their experience of higher 
education; and the impact of institutional policies, pedagogy and practice,” (Hartley et al., 2011, p. 16). 
At present the teacher’s teaching competence should be perceived through his/her relationship with students 
and the efforts to creatively disclose and explain the scientific discipline so that it leaves deep personal and profile 
impression in the students – this educational impact should affect the student’s future professionalism for good. 
From the aspect of developing the teaching competence, the teacher should learn and improve so that he/she 
becomes a University teacher – educator, “who shares teacher’s love for the discipline with students; can prepare 
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curriculum so that it is interesting and stimulating; approaches to work with students at their level of understanding; 
can explain the learning material; feels responsible for making students everything clear and comprehensible; 
demonstrates interest in students and respects them; supports independence of student’s in learning; can improvise 
and adjust to new teaching conditions; applies the methods and tasks in teaching, which support active 
and cooperative learning of students; uses appropriate assessment tools; focuses on the key terms, issues and 
misunderstandings of students rather than on exhausting the content of a topic; provides students with high quality 
feedback; has the feeling to learn from students and other sources for improving his own teaching skills,” 
(Ramsden, 1992). 
These characteristics should be perceived as certain signs or even teaching qualities which the teacher should 
possess. Teacher should master own teaching skills so that they are natural for teacher and included in teacher’s 
work to the greatest extent possible. Moreover, “Teachers need to know more than just their subject. They need to 
know the ways it can become understood, the ways it can be misunderstood, what counts as understanding; they 
need to know how individuals experience the subject,” (Laurillard, 1994, p. 6). In addition, the teachers should 
consider new and innovative teaching strategies (Tokarcikova, 2013, p. 497). 
From the aspect of improving the teaching competence, it is very useful if the teacher perform his/her own survey 
of teaching classes. Relating the learning of the methods used to carry out research in their discipline (e.g., using 
inductive versus deductive approaches) to inquiry-based or research-led learning in particular courses could have 
benefits for both students and academics. Students would become involved in the processes and language of inquiry 
at a much earlier stage than now, and staff could support student engagement applying the skills and knowledge that 
makes them distinctive in their fields. In some cases this dynamic could even lead from the classroom to the 
department’s research agenda (Lueddeke, 2008). This means that it is very convenient if the teacher draws students 
into the learning process. Many teachers confirm positive experience in this field. For example, Mainardes, Ferreira 
& Raposo present the management student lecturers engaged in the theme of strategy and strategic management 
should strive to translate into real-world examples in teaching the concepts inherent to both topics. This relationship 
between theory and practice can contribute to enhancing the competences of student who later become the new 
market managers (2014, p. 56). 
The teacher’s teaching competence can be developed in many ways which in the environment of the University 
include and can be recommended as follows: 
x Self-education (the study of educational literature, i.e. literature dedicated to undergraduate education and 
andragogy – adult education; participation in the educational conferences and symposia with educational topics; 
individual observing of recognised colleagues when they teach, etc.); 
x Coaching, mentoring, consulting and shadowing experienced educational authorities (i.e. in advance planned 
and approved training in partnership with the recognised authority at the department or faculty); 
x Receiving feedback from the colleagues at the department (survey of one’s own teaching through the eyes of 
younger and older colleagues, for example in the form requested – voluntary – observation in lecture rooms or 
classrooms); 
x Keeping and activating teacher’s journal/diary (recording reactions of students on various teaching methods 
and techniques applied to lectures or classes, assessing their effectiveness, defining various warnings and 
notifications to adversely adopted techniques of teaching and then learning from them, finding inspiration for an 
improved teaching skills, etc.); 
x Participation in teaching educational programs and training of teaching skills (searched either individually 
or/and organised by the faculty and the University), etc. 
The more of these methods and techniques of self-education and self-development are used by the teacher, and 
the more he/she focuses on him/herself as a teacher, the more probable will be the actual increase in his/her teaching 
competence. This may result in the fact the teacher continuously „matures” not only in his/her educational work – in 
relation to the students and development of his/her competences, but also in the scientific research, publications, 
organisational and other work. 
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5. Development of professional competence 
Teaching as a scholarly activity is mastery of the subject being taught, knowledge of pedagogical methods that 
have been proven effective at promoting learning and skill development, and commitment to continuing personal 
growth as an educator (Felder, 2000). From among the roles to be performed by the University teacher, the top place 
is taken by a professional role, or, in other words, one of the most important responsibilities of a teacher is 
professional competence. 
Teacher must be a real expert in his/her field of expertise, because expertise is essential, an absolute necessity 
and a prerequisite for effective and responsible operation of each University teacher. Professional competence 
reflects the mature, excellent professionalism which together with teaching competence, motivation and 
communication constitute the pillar and the guarantee of providing quality education to students and support to 
younger colleagues, and due operation in scientific research and publishing field. 
Lifetime education of a University teacher becomes a necessity, which means that this competence is closely 
related to voluntary interest in pursuing one’s expertise as an asset, which must be continuously cultivated, enhanced 
on daily basis. Tempo of growing knowledge is constantly accelerating and knowledge becomes obsolete rapidly. 
Therefore, it is just the professional competence the maintenance and enhancement of which probably absorbs most 
of the development efforts and creative time of a teacher.  
Permanent growth and professional development in the field of expertise can be achieved in many ways, 
methods, and techniques. Depending on a particular special (professional) field, the teacher can undertake either 
individual or collective development; however, the most effective ways is to combine both the individual and group 
development. This means within the time available a teacher can educate oneself + at the same time participate in 
the training organised by the department, faculty, University or even the external environment (other domestic or 
foreign Universities, business partners, etc.). For development of the professional competence the following 
educational methods and techniques can be recommended:  
x Study of special literature (study of scientific and professional journals, either in printed or electronic form, and 
scientific books, textbooks of recognised authors, proceedings of the international scientific conferences, 
symposia and seminars, etc. bringing the latest knowledge in the field); 
x Active membership in the scientific and/or academic communities, associations, chambers, groups, etc. (work on 
the defined challenges or international projects on the one hand is the source of new knowledge from other 
colleagues, and on the other hand it forces the teacher to have thorough knowledge in the scientific field); 
x Active participation in the discussion in professional forums, where creative discussions of the professionals take 
place (theoreticians and particularly practitioners); 
x Publishing in the scientific journals and proceedings (preparation of each article always means thorough analysis 
of the existing knowledge in the topic concerned and own research which renews and enriches existing 
knowledge of the teacher); 
x Participation in the scientific conferences (scientific discussions at conferences increase knowledge and enable to 
obtain experience of other professionals and teachers, confront one’s own knowledge and research results with 
results of others); 
x Participation in the foreign academic and other internships and scholarships (international environment and 
foreign Universities that lead in creating new knowledge can strongly accelerate the training progress at 
University); 
x Participation in the programs of professional development organised by firms and companies (training 
performed by the designers/producers of new equipment enables safe use of simulators and training under the 
supervision of practitioners); 
x Project education for students (teaching of specialised project subjects requires perfect preparation by the teacher 
at much deeper level than the teaching of classical subjects, which forces the teacher to keep in permanent touch 
with the latest knowledge), etc. 
It flows from the list above the training/development is demanding in terms of time, organisational and 
financial sources but particularly is based on enthusiasm and will of the teacher to make progress and be unwavering 
professional authority and model for the students. This is the objective we must strive to achieve. 
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6. Development of communication competence 
According Chomsky, communication competence is understood as a set of rules used to produce expressions of 
thought and understand these ones (1995). More concretely, communication competence assumes: a) Language 
competencies, knowledge of verbal and nonverbal tools for using language in various communication situations; b) 
The knowledge of both official and unofficial communication standards (i.e. code of conduct). Communication 
competence should comprise knowledge on how to respond in different situations; c) Knowledge needed for self-
assertion in a situation involving communication (i.e. including professional, encyclopaedia knowledge, etc. 
(Hrehova, 2010, p. 59). 
At the Universities, the communication skills of teacher are understood to be successful implementation of 
communication activities obtained by the training in educational activities. The communication skills are created 
through activities, because only through the activities they can be demonstrated, they adopt the identification 
and semantic functions which can be regulated. They are anchored in the communication competence of a 
University teacher and can be developed (Slavik et al., 2012, p. 81). 
The importance of direct communication and thus the importance of communication competence of a teacher are 
very strong. Even the current sophisticated tools of information-communication technology cannot fully replace 
them. This finding emerged also from the study of Czech authors, dedicated to e-learning: “The main hypothesis 
‘Students reach higher level of knowledge in the ICT-supported instruction in comparison to the face-to-face way’ 
was rejected,” (Mohelska & Sokolova, 2014, p. 88). 
Communication competence can be perceived at the following four levels/competences: grammatical (knowledge 
of literary language), discourse (ability to create oral and written texts and presentations, rhetorical skills and 
knowledge of different styles), socio-linguistic (create the verbal speech and texts and understand them in various 
situations) and strategic (knowledge of various communication techniques and their combinations), (Scarella & 
Oxford, 1992, p. 75). 
An excellent tool for improving communication competences is keeping the so-called communication journal 
(diary), where the teacher can gradually create a database of appropriate communication forms, tools, phrases, 
and expressions which the students and other colleagues react positively on. In the journal the teacher can write the 
unsuccessful or less successful ways of communication, inappropriate phrases, opaque graphical aids and non-verbal 
expressions (unreadable text of projected images, harshness of colours, graphic messiness, too frequent repetition of 
„fixed” auxiliary words, for example “so” , “it means”, “actually”, etc.). The teacher can decode their existence, 
deriving from verbal or non-verbal reactions of the environment on one’s communication. Teacher must always 
strive to remove all his/her communication imperfections and replace them by more appropriate, positively 
perceived elements. For example, the following is appropriate: 
x Combine tedious theoretical explanations with experience, examples, draw the students’ attention in the topic of a 
lecture; 
x Replace strict criticism of students and colleagues by providing supportive, motivational feedback; 
x Ridiculing the students or colleagues completely eliminate from the repertoire of communication; 
x Replace too fast tempo of speech at the lectures or classes by more comprehensible and slower explanation (on 
the contrary, two slow tempo must be accelerated); 
x Recast the graphically austere and ambiguous visual presentation into a more engaging and transparent images; 
x Replace unclear or even ambiguous statements by precise statements, always ensure the correct use of technical 
terminology and purity of language; 
x Not to penalise the students’ disagreement with some statements and presented results, but use for the 
development of topic and enhancement of teaching, etc. 
From more comprehensive viewpoint it is advisable that the teacher in addition to self-development and other 
development methods (described in the section on development of the teaching and professional competences) 
attend an appropriate training of the communication skills (active listening, empathy, persuasion, assertiveness, and 
meta-communication). 
From the viewpoint of the University as the employer of teachers, “to make communication and collaboration 
process more effective, it is needed to create an opened and optimised communication structure that supports on-line 
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exchange of information necessary for more flexible and operative decision-making and managing processes,” 
(Pomffyova, 2008, p. 144). 
7. Conclusion 
In knowledge organisation, human resources management is based on competence understood as knowledge, 
aptitude, style of action, personality, professed values, interests, and other characteristics which, when used and 
developed, lead to the results which are in compliance with strategic intentions of an organisation (Juchnowicz, 
2007, p. 25). 
In our article, we consider the key competences of teachers include, without limitation, teaching, professional and 
communication competences. To a certain extent different view on the development of competences provides an 
overview of internal quality/nature of competence itself. In this spirit, we could not consider only the competences 
that are pure power (performance), such as education, training and communication competence. We can also 
consider the general competencies. For example, Raven and Stephenson present the employees of modern company 
should demonstrate general competence in following areas: 1. Meaning competence – understanding the culture of 
the organisation and acting in accordance; 2. Relation competence – creating and maintaining connections with 
stakeholders of the tasks or organisation; 3. Learning competence – identifying solutions to tasks and reflecting on 
experiences for improves next tasks; 4. Changing competence – acting in new ways when the task or situation calls 
for it (2001, p. 498). 
On the other hand, according Figurska, main competences in present might consist of: general and specialist 
knowledge, ability to search, assess and process information, ability to cooperate with other people reflected in inter 
alia sharing knowledge, ability to formulate problems and seek solutions, widely understood flexibility, ability to 
organise own work and the work of others, ability to analyse and control the obtained results (2010, p. 21). We 
consider these competences as very important also in a situation of University teachers. Teacher has to be educated, 
motivated, flexible, etc. Teacher has to cultivate competences of the students and other (younger) teachers and has to 
cultivate his/her own competences... 
From the text of the article is clear that there are many ways to University teachers can develop their skills. As 
inspiration, especially for young, less experienced teachers who do not yet have full confidence in their own 
educational skills, may be using the advantages of neuro-linguistic programming (NLP). “The goal of neuro-
linguistic programming is mainly to change behaviour of human to be able to act more confident and be able to 
convince the others,” (Folwarczna, 2010, p. 146). NLP is the study of subjective experience and a way of 
influencing the human imagination through a language that help individuals to change anything and immediately in 
one’s personality (McDermott & O’Connor, 1999, p. 11). According Knight, neuro-linguistic programming is a 
means of finding a basis and essence of excellence; it is a process modelling an unique, each person’s own, 
conscious and unconscious patterns (of thinking, communication and behaviour) in which the individual develops 
and strengthens one’s own potential (2009, p. 11).  
Despite the fact that some experts have some doubts towards the neuro-linguistic programming concerned largely 
the ethics due to the quasi-programming of their own thinking, it is the effective method of development one’s own 
competences. It depends just on the decision of each teacher whether will use this challenge or not. 
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